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ABSTRACT 

The rapid evolution of the educational landscape and the growing demand for 
adaptability underscore the need for teachers to continuously develop innovative 
capabilities as part of their sustainable professional growth. This study aims to 
identify optimal strategies, methods, and solutions for enhancing teacher 
innovativeness. Employing a quantitative research approach grounded in 
established theoretical frameworks, the study was conducted over a two-year 
period. The sample consisted of 121 civil servant teachers from 12 public elementary 
schools across six districts in Depok City. The findings reveal that five direct 
influence hypotheses were supported, while two were not. In contrast, all 
hypotheses related to indirect influences were accepted. The results suggest that 
fostering a learning organization and increasing job satisfaction are key strategies 
for enhancing teacher innovativeness. Implementation should focus on 
strengthening weak indicators within each variable and prioritizing interventions 
based on their strategic importance. This study contributes to the body of 
knowledge by offering actionable insights for developing innovative teaching 
practices through targeted, evidence-based strategies and solutions. 
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INTRODUCTION 
Problems that arise in education and learning faced by teachers require improvement. 

The role of innovation is crucial as a thought process for applying creative ideas as a solution to 
the problems faced in the world of education (Rohmat, 2021; Triayomi et al. 2024; Haratua et al., 
2024). Innovation in education and learning can be achieved by integrating technology that can 
be used as a more interactive learning experience (Julianto & Ratumanan, 2023). Considering the 
importance of innovation activities, they can provide answers to problems faced contextually in 
the field. Innovation encompasses the development and application of new ideas, creative 
teaching methods, and the use of cutting-edge technology within the context of education (Yusuf, 
2022). Educational innovation is the key to quality education in line with the government's 
sustainable development goals, which will have a positive impact on a bright future for all 
students. Among the factors of teacher innovativeness, organizational culture positively 
influences teachers' innovation capabilities through knowledge sharing (Asbari et al., 2020).  

Organizational culture has a positive impact on innovation (Sabariah et al., 2024). This 
research indicates that organizational culture can enhance teacher innovativeness, which impacts 
the quality of the learning process. Teachers value creativity, striving to distinguish between 
pedagogical and educational innovations (Haq, 2023). This research indicates that teacher 
creativity can also enhance innovation and innovativeness in preparing/planning learning, 
through implementation and evaluation of the learning process. If a teacher has self-confidence 
in their abilities, it is highly likely that the teacher can achieve success in creating competitive 
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human resources in the digital era 4.0 (Pramono et al., 2022; ). The research results indicate the 
importance of innovativeness in the 'Merdeka Belajar' (Freedom to Learn) era as part of 
improvements to enhance the quality of the learning process.  A Learning Organization is an 
organization consisting of a group of people who continuously develop their potential to achieve 
desired results, where they are free to aspire, possess a growth and development mindset, and 
continuously learn together (Syahrurrahmah et al., 2022) Creativity is the realization of new, 
original, and imaginative ideas in solving problems (Abidin, 2023) Self-efficacy is an individual's 
belief in their ability to perform and complete tasks according to their responsibilities with a 
certain level of success (Sriyanta et al., 2019). Job satisfaction is an individual's emotional 
condition that arises from the evaluation of their work or experiences in their work (Colquitt et 
al., 2018).  Based on the above, it can be analyzed that further research is needed to determine 
other factors that can enhance teacher innovativeness. Some of the other variables include 
learning organization, creativity, self-efficacy, and job satisfaction. This becomes interesting for 
the author due to observing the phenomenon of educational digitalization currently being 
implemented by the government, where the policy is good but its implementation still has some 
shortcomings, such as infrastructure support, especially in underdeveloped areas.  
 
Theoretical Review 

Innovation is a creative process or effort where new or improved ideas are successfully 
developed and applied to produce practical and valuable results (Taylor, 2017). Innovativeness 
is the level of a person's behavior in creating new ideas into new products, processes, services, 
and management, and then implementing them to provide added value and benefits to users 
(Noviyanti, 2022). Innovation is defined as the process and/or result of developing and utilizing 
or mobilizing knowledge, skills, and experience to create or improve new products (goods 
and/or services), processes, and systems that provide significant value, especially social and 
economic value (Lizardo et al., 2021). Innovation efforts carried out in the world of education 
include idea, process, and outcome innovation. Technology is the result of idea, process, and 
outcome innovation. From these three innovations, there are ultimately various procedures, 
approaches, strategies, and the latest models in the world of education and learning (Darmawan, 
2012; Imaduddin & Astuti, 2022; Wulandari et al, 2024). Teacher innovativeness is the act of 
teachers accepting and creating new things through changes in the learning process, whether it's 
new methods or new strategies (Usmayadi et al., 2020). Based on the results of the theoretical 
review, it can be synthesized that teacher innovativeness is the activity of teachers to discover 
new ideas, create new ideas, collaborate on new ideas, and apply these new ideas into learning 
activities by considering the innovation carried out in the form of products or services, process 
innovation, service innovation, and management innovation.  

A learning organization is defined as the behavior of individuals who continuously 
engage in effective collaborative learning within an organization, and transform the organization 
into one that can manage and utilize knowledge more effectively (Hardhienata et al., 2017). 
Learning Organization is an organization that is constantly changing and developing using exsperiental 
learning (Prasnavidya et al., 2020). Learning Organization are involved in identifying and solving 
problrms in order for the organization to continuously exsperiment, modity, and improve itself in order to 
strengthen its capacity to develop, learn, and achieve its goal (Sobirin et al., 2021). A learning 
organization encompasses the behaviors of its members, characterized by leadership that 
facilitates learning opportunities, fosters curiosity and a desire for mutual learning, promotes 
collaboration and teamwork, cultivates an atmosphere that empowers staff for self-improvement, 
and establishes strong relationships between the organization and its environment. (Uniati, 2014). 
A learning organization is intended as an impetus for employees to learn to understand, analyze, 
and address problems within the organization in order to enhance individual employee 
capabilities and worker performance for the advancement of an organization (Zakaria et al., 
2022). A learning organization is based on the assumption that learning is essential, continuous, 
and more effective when shared, and that every experience offers an opportunity to learn (Purba 
& Bawie, 2022). Based on the theoretical description above, it can be synthesized that a learning 
organization is a development effort undertaken by an organization for its members to make 
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changes by continuously learning and experimenting in order to realize organizational goals. The 
indicators include mental models, personal mastery, shared vision, and systems thinking. 

Creativity is the act of bringing new, original, and imaginative ideas to life in order to 
solve problems (Abidin dkk, 2022). Creativity is the activity of realizing original ideas into 
beneficial products, services, or processes(Hou et al., 2011). Creativity is the ability of an 
individual to perform actions that not only involve the power to create new creations but also the 
capacity to generate various ideas (problem-solving solutions) when facing challenges or issues 
(Lesatari & Zakiah, 2019). Creativity can be defined as a way of thinking and acting that produces 
something of value, both for oneself and others (Novebri, 2021). Teacher creativity is the ability 
to visualize, generate, and discover new ideas or concepts that are beneficial to others (Mahmud 
et al., 2022). Creativity is the realization of new ideas in work, problem-solving, and innovative 
actions with a unique approach to addressing issues (Ghifar et al., 2019). Based on the theoretical 
descriptions above, creativity is synthesized as an individual's activity or behavior in realizing 
new, original ideas into a product, service, or process. Where the results of this creativity have 
benefits or uses for others in solving problems. The indicators in this research are: learning new 
things, acting flexibly in facing problems, finding new and better ways of working, not depending 
on others, and realizing ideas into tangible outcomes..  

Self-efficacy is the belief in one's ability to succeed in specific situations or accomplish a 
task. It plays a crucial role inhow people feel, think, and behave (Ivancevich & Konopaske, 
2013)Self-efficacy is a person's perception that they can accomplish something important (Tang 
et al., 2017). Self-efficacy is defined as an individual's belief in their ability to complete a specific 
task (Lina, 2020). Self-efficacy is an individual's belief in their ability to perform tasks or actions 
necessary to achieve specific outcomes. It also encompasses the evaluation of one's own 
capabilities or competencies to undertake a task, reach goals, and overcome obstacles 
(Purnamasari, 2020). Based on the theoretical description above, it can be synthesized that self-
efficacy is an individual's belief in their ability to manage, perform, and complete tasks according 
to their responsibilities with a certain level of success to deliver good results. The indicators 
include optimism, challenges within tasks, rewards in completing tasks, behavioral models, and 
prestige. 

Job satisfaction is an individual's emotional state that arises from the appraisal of their 
job or experiences within their job (Colquitt et al., 2018). Job satisfaction is an end state that arises 
from the achievement of specific goals as previously expected (Winardi, 2004). Satisfaction is the 
result of all work performance and human behavior. In an organizational context, employees are 
motivated to work in order to satisfy their needs (Setiono & Sustiyatik, 2020).  "Job satisfaction is 
an individual's attitude towards their work, stemming from their perceptions about their job 
(Gibson et al., 2011). Job satisfaction is an attitude (cognitive action), a feeling of pleasure 
(affective expression), or the discrepancy between what has been obtained and what was 
expected (Sunarta, 2019). Job satisfaction is the result of employees' perceptions of how well their 
job provides those things that are viewed as important, through their work outcomes (Harahap 
& Khair, 2019).  Based on the theoretical description, it can be synthesized that job satisfaction is 
an emotional and psychological condition experienced by individuals towards their work and 
work environment, which is personal or subjective and can vary from individual to individual, 
thus improving the work they are currently doing. The indicators of job satisfaction are salary, 
job content, work-life balance, coworker relationships, career certainty, and promotion 
opportunities 
 
METHOD 
 This research employs a quantitative research method, involving five variables: three 
exogenous variables, one intervening variable, and one endogenous variable. The sample for this 
study was drawn from 12 schools across 6 sub-districts, with a total of 121 civil servant teachers 
participating as respondents. Data analysis was conducted using Structural Equation Modeling-
Partial Least Squares (SEM-PLS) to examine the relationships between the variables, and 
SITOREM was utilized to analyze the priority of indicators for improvement and maintenance  
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Figure 1: Research Constellation 

 
Data collection techniques were carried out using surveys. The instruments used have been tested 
for validity and reliability. The instruments are shown in Table 1. 
 

Table 1: Instrument Reasearch 

Variable Responden  Item Valid Reliabel  

Innovativeness Principal 37 0,914 
Learning Organization Teacher 36 0,912 
Creativity Principal 38 0,956 
Self-efficacy Teacher 35 0,943 
Job satisfaction Teacher 36 0,955 

After the instruments were distributed to the respondents, the next step was scoring 
using a 1-5 Likert scale for positive statements and the reverse for negative statements. The 
research location was conducted in 12 public elementary schools in the city of Depok, with a total 
of 121 respondents, who were selected using multistage random sampling with the Cochran 
formula. The next steps involved descriptive data analysis, SEM PLS analysis with outer and 
inner models, and research hypothesis testing. 
 
RESULT AND DISCUSSION 

Table 2: Characteristics of Research Respondents 

Respondent Characteristics Category Frequency Percentage 

Gender Male 20 17% 

 Female 101 83% 

Age 25-35 49 40% 

 36-45 50 41% 

 46-55 19 16% 

 56-66 3 2% 

Last education Bachelor (S1) 119 98% 

 Master (S2) 2 2% 

Teaching experience 1 – 5 years 21 17% 

 6 - 10 years 24 20% 

 11 - 15 years 31 26% 

 16 - 20 years 24 20% 

 > 20 years 21 17% 

Based on the table, it is observed that the majority of respondents, in terms of gender, are 
female. The age range of the respondents is approximately 25-45 years. Almost all respondents 
hold a Bachelor's degree (S1), and the most common teaching experience as civil servant teachers 
is 11-15 years.  Subsequently, the first stage of the outer model testing was conducted to assess 
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whether the measurement items meet the requirements of the measured variables. Following 
that, the second stage of the outer model testing was performed to determine if the indicators of 
each variable adequately reflect the respective variable. 

 
Figure 2: Second Order Outer Model Results 

It is evident that all loading factor values are above 0.7 (>0.7), indicating that the 
measurement items meet the criteria, which require loading factor values to be greater than 0.7. 
Since the loading factor values satisfy the criteria, with all indicators exceeding 0.7, all indicators 
in this research can be used for further calculations, namely hypothesis testing. Hypothesis 
testing is conducted through the inner model, or structural model testing, which assesses the 
magnitude of each research variable's influence. Based on Figure 2, the contribution of learning 
organization, creativity, self-efficacy, and job satisfaction variables towards teacher 
innovativeness is 99.4%, while the contribution of learning organization, creativity, and self-
efficacy variables towards job satisfaction is 94.8% 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 3: Research Hypothesis Testing 
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Table 3: Direct Effect Research Hypothesis Testing Results 

The Direct Effect of 
Original 
Sample 

Sample 
Mean 

Standard 
Deviation 

T Statistics P Values 

Learning Organisation 
on Teacher 
Innovativeness 

0,897 0,879 0,058 15,476 0,000 

Creativity on Teacher 
Innovativeness 

0,052 0,069 0,054 0,948 0,343 

Self-efficacy on Teacher 
Innovativeness 

-0,024 -0,025 0,027 0,897 0,370 

Job Satisfaction on 
Teacher Innovativeness 

0,077 0,079 0,033 2,365 0,018 

Learning Organisation 
on Job Satisfaction 

0,822 0,813 0,079 10,348 0,000 

Creativity to Job 
Satisfaction 

-0,224 -0,214 0,076 2,931 0,004 

Self-efficacy on job 
satisfaction 

0,375 0,375 0,079 4,733 0,000 

Based on Table 3, the following direct effects were observed: Learning Organization on 
Teacher Innovativeness: There is a significant positive direct effect of learning organization on 
teacher innovativeness. The path coefficient (βy1) is 0.897, with a P-value of 0.000 (<0.05). This 
indicates that strengthening the learning organization directly leads to an increase in teacher 
innovativeness. Creativity on Teacher Innovativeness: There is a non-significant positive direct 
effect of creativity on teacher innovativeness. The path coefficient (βy2) is 0.052, with a P-value 
of 0.343 (>0.05). This suggests that enhancing creativity does not directly result in a significant 
increase in teacher innovativeness. Self-Efficacy on Teacher Innovativeness: There is a non-
significant negative direct effect of self-efficacy on teacher innovativeness. The path coefficient 
(βy3) is -0.024, with a P-value of 0.370 (>0.05). This suggest that enhancing self efficacy does not 
directly result in a significant increase in teacher innovativeness. Learning Organization on Job 
Satisfaction: There is a significant positive direct effect of learning organization on job satisfaction. 
The path coefficient (βx14) is 0.822, with a P-value of 0.000 (<0.05). This implies that a stronger 
learning organization directly contributes to higher job satisfaction. Creativity on Job Satisfaction: 
There is a significant negative direct effect of Creativity on Job Satisfaction. The path coefficient 
(βx24) is -0.224, with a P-value of 0.004 (<0.05). This implies that enhancing creativity directly 
contributes to lower job satisfaction. Self-Efficacy on Job Satisfaction: There is a significant 
positive direct effect of self-efficacy on job satisfaction. The path coefficient (βx34) is 0.375, with a 
P-value of 0.000 (<0.05). This indicates that higher self-efficacy directly leads to increased job 
satisfaction. Job Satisfaction on Teacher Innovativeness: There is a significant positive direct effect 
of job satisfaction on teacher innovativeness. The path coefficient (βyx4) is 0.077, with a P-value 
of 0.018 (<0.05). This shows that improved job satisfaction directly fosters greater teacher 
innovativeness. 

Table 4: Results of Hypothesis Testing of Indirect Influence Research 

The Indirect Effect of 
Original 
Sample 

Sample 
Mean 

Standard 
Deviation 

T Statistics P Values 

Learning Organisation on 
Teacher Innovativeness 
through Job Satisfaction 

0,063 0,063 0,026 2,443 0,015 

Creativity on Teacher 
Innovativeness through Job 
Satisfaction 

-0,017 -0,016 0,008 2,237 0,026 

Self-efficacy on Teacher 
Innovativeness through Job 
Satisfaction 

0,029 0,029 0,013 2,142 0,033 
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Based on Table 4, a significant positive indirect effect of learning organization on teacher 

innovativeness is observed, mediated by job satisfaction. This effect is indicated by a path 
coefficient (βYx14) of 0.063, with a P-value of 0.015, which is less than 0.05. This suggests that 
enhancing learning organization, through its positive influence on job satisfaction, leads to 
increased teacher innovativeness. Furthermore, a significant positive indirect effect of creativity 
on teacher innovativeness, also mediated by job satisfaction, is noted. This is represented by a 
path coefficient (βYx24) of -0.017, with a P-value of 0.026, which is less than 0.05. This implies that 
fostering creativity, by positively impacting job satisfaction, contributes to higher teacher 
innovativeness. Additionally, a significant positive indirect effect of self-efficacy on teacher 
innovativeness, through job satisfaction, is found. This is shown by a path coefficient (βYx34) of 
0.029, with a P-value of 0.033. Although in your text you wrote >0.05, this should be <0.05 for it 
to be significant. Therefore, assuming the result is <0.05, this means that strengthening self-
efficacy, indirectly through job satisfaction, can increase teacher innovativeness. These analyses 
are conducted using the Scientific Identification Theory to Conduct Operation Research in 
Education Management (SITOREM). SITOREM analysis involves several stages: 1) Contribution 
analysis, 2) analysis of research variable indicators, 3) analysis of research variable indicator 
weights, and 4) determination of indicator classification (Setyaningsih, 2021)The subsequent step 
involves analyzing these indicators using SITOREM. The results of this analysis are presented in 
Table 5. 

 
Table 5. SITOREM analysis results 

Learning Organization (y1=0,897), Rangking 1 

Initial Indicator Indicator after Expert Assessment Indicator 
Value 

1. Mental model 1st Mental model ( 27,12%) 4,51 
2. Personal Mastery 2nd System Thinking (27,12%) 4,33 
3. Shared Vision 3rd Personal Mastery (23,73%) 4,27 
4. System Thinking 4th Share Vision (22,03%) 3,86 

Creativity (y2=0,052), Rangking 3 

Initial Indicator Indicator after Expert Assessment Indicator 
Value 

1. Learning new things 1st Learning new things (19,32%) 4,22 
2. Acting flexibly in dealing 

with problems 
2nd Openness to new ideas (18,75%) 4,25 

3. Finding new and better 
ways of working 

3rd Acting flexibly in dealing with problems 
(17,05%) 

4,16 

4. Openness to new ideas 4th Finding new and better ways of working 
(16,48%) 

4,00 

5. Not relying on others 5th Not relying on others (14,20%) 3,91 

6. Realising ideas into 
tangible fits 

6th Realising ideas into tangible fits (14,20%) 4,23 

Self Efication (y3=-0,024), Rangking 4 

Initial Indicator Indicator after Expert Assessment Indicator 
Value 

1. Optimism 1st Optimism (23,78%) 4,27 

2. Challenge in the task 2nd Behavioural Model (23,08%) 3,95 
3. Reward in completing the 

task 
3rd Challenge in the task (19,58%) 4,23 

4. Behavioural Model 4th Reward in completing the task (16,78%) 4,17 
5. Prestige 5th Prestige (16,78%) 3,93 
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Job Satisfaction  (y4=0,077), Rangking 2 

Initial Indicator Indicator after Expert Assessment Indicator 
Value 

1. Salary 1st Promotion opportunities (19,77%) 3,96 
2. Content of work 2nd Salary (18,64%) 3,78 

3. Work balance 3rd Career security (18,64%) 4,24 
4. Good relationship with 

colleagues 
4th Good relationship with colleagues 
(15,82%) 

3,95 

5. Career security 5th Work balance (14,12%) 3,83 
6. Promotion opportunities 6th Content of work (12,99%) 4,19 

Teacher Innovativeness 

Initial Indicator Indicator after Expert Assessment Indicator 
Value 

1. Product Innovation 1st Management Innovation (27,59%) 3,93 
2. Process Innovation 2nd Service Innovation (25,86%) 4,10 
3. Service Innovation 3rd Product Innovation (24,14%) 4,18 
4. Management Innovation 4th Process Innovation (22,41%) 4,12 

 
Table 6. Prioritized Sequence of Improvement and Indicators 

Prioritized Sequence of Indicators for 
Improvement 

Sequence of Indicators for 
Maintenance/Development 

1. Shared Vision 1. Mental model 

2. Promotion opportunities 2. System Thinking 
3. Salary 3.   Personal Mastery 
4. Work balance 4. Career security 

5. Not relying on others 5. Good relationship with colleagues 
6. Behavioural Model 6. Content of work 

7. Prestige 7. Learning new things 

8. Management Innovation 8.     Openness to new ideas 

 9. Acting flexibly in dealing with 
problems 
10. Finding new and better ways of 
working 
11. Realising ideas into tangible fits 
12. Optimism 
13. Challenge in the task 
14. Reward in completing the task 
15. Service Innovation 
16. Product Innovation 
17. Process Innovation 

DISCUSSION 
The results of the first hypothesis testing provide evidence that there is a significant 

positive direct effect of Learning Organization on Teacher Innovativeness, with a path coefficient 
β = 0.897 and a p-value of 0.000 < 0.05. This implies that strengthening the Learning Organization 
among teachers can enhance their innovativeness. Previous research has shown that a strong 
learning organization can improve teachers' performance, commitment, and innovativeness 
(Hasibuan & Indrawijaya, 2023; Sobirin et al., 2021; Syahrurrahmah et al., 2022; Uniati, 2014). 
Based on the aforementioned, it is suspected that there is a positive direct influence between 
learning organization and teacher innovativeness. The SITOREM Analysis results illustrate that 
there are indicators of learning organization that are still weak, namely the shared vision 
indicator. Based on the description above, it can be concluded that this study has proven a 
significant positive direct influence of learning organization on innovativeness. Enhancing 
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teacher innovativeness can be achieved by improving the indicators of learning organization, 
particularly the shared vision indicator, and maintaining the indicators that are already strong, 
such as mental models, systems thinking, and personal mastery. 

The results of the second hypothesis test provided evidence that there is no significant 
direct positive effect of creativity on teacher innovativeness, with a β value of 0.052 and a p-value 
of 0.343 > 0.05. This means that ideally, enhancing teacher creativity could increase teacher 
innovativeness, but this research did not prove that creativity can increase teacher 
innovativeness. Previous research has linked that teacher creativity can influence teacher 
innovation, teacher creativity in preparing innovative learning media, and teacher creativity can 
improve the quality of innovative learning in the classroom (Ghifar et al., 2019; Kadarsih, 2020; 
Novebri, 2021; Sagita & Setiorini, 2022). Based on the above, it is suspected that there is a direct 
positive influence of creativity on teacher innovativeness. The SITOREM Analysis results indicate 
that there are still weak indicators of creativity, namely the indicator of not depending on others. 
Based on the description above, it can be concluded that this study has proven that there is no 
significant direct positive influence of creativity on teacher innovativeness. The improvement of 
teacher innovativeness can be done by improving the creativity indicators, specifically the 
indicator that needs improvement is not depending on others. As well as maintaining and 
developing good indicators, including learning new things, openness to new ideas, acting flexibly 
in dealing with problems, finding new and better ways of working, realizing ideas into concrete 
reality. 

The results of the third hypothesis test provided evidence that there is no significant 
direct positive effect of Self-Efficacy on teacher innovativeness, with a β value of -0.024 and a p-
value of 0.370 > 0.05. This implies that while strengthening teachers' Self-Efficacy ideally could 
enhance their innovativeness, this research did not demonstrate that Self-Efficacy leads to 
increased teacher innovativeness. Research related to the impact of self-efficacy on teacher 
innovativeness has been conducted, focusing on areas such as self-efficacy in learning, how self-
efficacy can promote innovativeness, and how self-efficacy can enhance innovative work 
behavior (Azzahra et al., 2024; Lina, 2020; Sunardi et al., 2019; Zagoto, 2019). Based on the 
aforementioned, it is suspected that there is a positive influence of self-efficacy on teacher 
innovativeness. The SITOREM analysis reveals that there are indicators of self-efficacy that are 
still weak, namely the indicators of behavioral models and prestige. Based on the above 
description, it can be concluded that this study has proven that there is no significant direct 
positive influence of self-efficacy on teacher innovativeness. Increasing teacher innovativeness 
can be achieved by improving the indicators of self-efficacy, specifically focusing on behavioral 
models and prestige. Additionally, it is essential to maintain and develop the already strong 
indicators, such as optimism, task challenge, and rewards for completing tasks. 

The fourth hypothesis testing results provide evidence that there is a significant positive 
direct effect of Job Satisfaction on teacher innovativeness, with a β value of 0.077 and a p-value 
of 0.018 < 0.05. This implies that strengthening teachers' Job Satisfaction can enhance their 
innovativeness. Research related to job satisfaction that can improve performance, job satisfaction 
that can impact innovation, and the importance of job satisfaction in an organization (Atafik et 
al., 2022; Bahri & Nisa, 2017; Baktiar et al., 2024; Sunarta, 2019). Based on the analysis, it is 
suggested that there is a positive influence of job satisfaction on teacher innovativeness. The 
SITOREM analysis reveals that certain indicators of job satisfaction are relatively weak, 
specifically opportunities for promotion, salary, and work-life balance. This research has 
demonstrated a significant positive direct effect of job satisfaction on teacher innovativeness. To 
enhance teacher innovativeness, improvements should be focused on the identified weak 
indicators: opportunities for promotion, salary, and work-life balance. Additionally, it is essential 
to maintain and further develop the existing strong indicators, such as career certainty, positive 
relationships with colleagues, and the content of the work itself.. 

The fifth hypothesis testing result provides evidence that there is a significant positive 
direct effect of Learning Organization on Job Satisfaction, with a β value of 0.822 and a p-value 
of 0.000 < 0.05. This implies that strengthening the Learning Organization among teachers can 
enhance Job Satisfaction. Research related to the learning organization on job satisfaction (Rofiati 
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et al., 2015). Based on these findings, it is suspected that there is a positive influence of a learning 
organization on job satisfaction. The SITOREM analysis reveals that there are still weak indicators 
of a learning organization, particularly the shared vision indicator. Based on the aforementioned 
points, it can be concluded that this study has proven a significant, direct positive influence of a 
learning organization on job satisfaction. Enhancing job satisfaction can be achieved by 
improving the weak indicators of a learning organization, specifically the shared vision indicator, 
and maintaining the already strong indicators such as mental models, systems thinking, and 
personal mastery. 

The sixth hypothesis testing result provides evidence that there is a significant negative 
direct effect of Creativity on Job Satisfaction, with a β value of -0.224 and a p-value of 0.004 < 0.05. 
This implies that an increase in creativity will decrease job satisfaction. Research related to the 
influence of creativity on job satisfaction concludes that creativity and job satisfaction are 
correlated and influence each other, even with the presence of other variables (Adhika et al., 2022; 
Astuti. Tri Puji et al., 2019; Yusrita & Sundari, 2019). Based on the results, my research findings 
diverge from those of previous studies. The SITOREM analysis reveals that certain indicators of 
Creativity remain weak, specifically the indicator of 'not relying on others'. From the analysis 
above, it can be concluded that this study has demonstrated a significant direct negative influence 
of Creativity on Job Satisfaction. This is because my path coefficient value is negative, indicating 
that an increase in creativity leads to a decrease in job satisfaction. Therefore, it can be stated that 
creativity does not effectively predict job satisfaction. 

The seventh hypothesis test provides evidence of a significant positive direct effect of 
self-efficacy on job satisfaction, with a β value of 0.375 and a p-value of 0.000, which is less than 
0.05. This indicates that strengthening teachers' self-efficacy can enhance their job satisfaction. 
Previous research has also revealed a correlation between self-efficacy and job satisfaction, 
considering various other variables (Narendra, 2017; Sutansi & Widayati, 2022; Tanjung et al., 
2020). Based on the aforementioned, it is hypothesized that there is a positive influence between 
self-efficacy and job satisfaction. The SITOREM analysis reveals that certain indicators of self-
efficacy remain weak, specifically those related to behavioral models and prestige. Given the 
above, it can be concluded that this study has demonstrated a significant positive direct effect of 
self-efficacy on job satisfaction. Enhancing job satisfaction can be achieved by improving the 
weaker self-efficacy indicators, namely behavioral models and prestige. Furthermore, to maintain 
the already strong indicators, focus should be placed on optimism, task challenges, and rewards 
for completing tasks. 

The results of the eighth hypothesis test provide evidence that there is a significant 
positive direct effect of Learning Organization on teacher Innovativeness through Job 
Satisfaction, with β = 0.063 and a p-value of 0.015 < 0.05. This implies that strengthening the 
Learning Organization among teachers can enhance teacher Innovativeness through the 
intervening/mediating role of Job Satisfaction. Job satisfaction positively mediates the 
relationship between Learning Organization and organizational innovation, indicating that 
Learning Organization boosts job satisfaction, which in turn significantly impacts the innovation 
capabilities within the organization (Abdel Razzaq Allouzi, 2018). The research results 
demonstrate that job satisfaction can effectively intervene in enhancing teacher innovativeness, 
which is influenced by a learning organization. The presence of a learning organization leads to 
a paradigm shift in teachers' instructional activities, prompting them to initiate innovations in 
teaching. This, in turn, impacts student learning outcomes, thereby achieving the objectives of 
education. The quality of education improves as teachers with high innovativeness deliver more 
effective classroom instruction. The direct influence of a Learning Organization on 
Innovativeness is β = 0.882, which is significantly greater than the indirect influence of a Learning 
Organization on Innovativeness through Job Satisfaction, which is β = 0.063. This indicates that 
Job Satisfaction does not function effectively as an intervening variable mediating the relationship 
between Learning Organization and Innovativeness. 

The results of the ninth hypothesis test provide evidence that there is a significant 
negative direct effect of Creativity on Teacher Innovativeness through Job Satisfaction, with a β 
value of -0.017 and a p-value of 0.026 < 0.05. The negative path coefficient indicates that higher 
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teacher creativity is associated with weaker innovativeness through increased job satisfaction. 
This suggests that job satisfaction does not effectively mediate the relationship between creativity 
and teacher innovativeness. Furthermore, job satisfaction significantly influences teacher 
creativity (Nurhattati et al., 2022). Teachers perceive themselves as highly creative and express 
job satisfaction. Their job satisfaction can be statistically predicted from their motivation, 
expertise, and creative thinking skills, highlighting the relationship between creativity and 
innovation in teaching (Uçar, 2022). "Job satisfaction positively influences creativity, which in 
turn fosters teacher innovation (Hidayat & Tjahjono, 2023) Studies have demonstrated that job 
satisfaction can mediate or intervene in the relationship between creativity and teacher 
innovativeness. This evidence suggests that teacher innovativeness increases with improvements 
in both creativity and job satisfaction, ultimately enabling teachers to enhance their classroom 
teaching activities. The direct effect of creativity on innovativeness is β = 0.052, which is larger 
than the indirect effect of creativity on innovativeness through job satisfaction (β = -0.017). This 
indicates that job satisfaction does not effectively function as an intervening variable mediating 
the influence of creativity on innovativeness.. 

The tenth hypothesis testing result provides evidence that there is a significant positive 
direct effect of Self-Efficacy on Teacher Innovativeness through Job Satisfaction, with a β value of 
0.029 and a p-value of 0.033 < 0.05. This implies that strengthening teachers' Self-Efficacy can 
enhance their Innovativeness through the intervening/mediating role of Job Satisfaction. Self-
efficacy positively influences managers' innovation, and job satisfaction moderates this 
relationship. Higher job satisfaction increases the effect of self-efficacy on innovation, while 
knowledge sharing directly affects innovation without being moderated by job satisfaction 
entrepreneurial self-efficacy positively influences innovative behavior through job satisfaction, 
which acts as a higher-order partial mediator. This leads to increased job satisfaction, fostering a 
more positive mental state that encourages sustained innovative efforts (Wei et al., 2020). Job 
satisfaction moderates the relationship between creative self-efficacy and employee innovation, 
amplifying the positive effect of self-efficacy on innovation. Satisfied employees are more 
motivated to embrace new ideas, fostering an environment conducive to innovation (Hu & Zhao, 
2016). Creative self-efficacy positively influences job satisfaction, which in turn impacts creativity. 
Job satisfaction acts as an intervening variable, enhancing the relationship between creative self-
efficacy and creativity among employees (Anggarwati & Eliyana, 2015). Positive self-efficacy is 
correlated with job satisfaction, which can enhance employee commitment and performance. By 
fostering self-efficacy, organizations can promote innovation, as employees with higher self-
efficacy are more likely to engage in creative problem-solving and take initiative (Mishra et al., 
2016). Based on previous research, it is evident that job satisfaction mediates the relationship 
between self-efficacy and teacher innovativeness. Teachers with high self-efficacy tend to exhibit 
greater innovativeness, and this connection is further enhanced by job satisfaction. The direct 
effect of self-efficacy on innovativeness is β = -0.024, which is smaller than the indirect effect of 
self-efficacy on innovativeness through job satisfaction (β = 0.029). This indicates that job 
satisfaction effectively functions as an intervening variable, mediating the influence of self-
efficacy on innovativeness. 

Based on the results of the hypothesis testing conducted, some of the research findings 
align with previous studies, while others contradict them. The implications of this research are 
expected to provide insights for stakeholders to develop treatments and activities that support 
teacher innovativeness. It is anticipated that strengthening the research variables will positively 
impact teacher innovativeness, leading to improvements in the learning process and ultimately 
resulting in better educational outcomes.  
 
CONCLUSION  

An effective strategy for enhancing teacher innovativeness can be derived from the 
influence of each research variable, where learning organization and job satisfaction are the 
determining factors. Furthermore, a method for implementing this strategy involves improving 
the weaker indicators within each research variable. The optimal solution is achieved by 
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prioritizing the improvement of these indicators while simultaneously maintaining or 
developing the already strong ones 
 
AUTHOR CONTRIBUTION STATEMENT 

CF was responsible for conducting the fieldwork and analyzing the collected data. HS 
provided mentorship in selecting and citing appropriate journal articles to support the research 
findings. WS offered guidance on utilizing SEM-PLS for data processing and analysis 
 
REFERENCES 
Abdel Razzaq Allouzi, R. (2018). Learning Organizations and Innovation Mediated by Job 

Satisfaction. International Journal of Business and Economics Research, 7(1), 7. 
https://doi.org/10.11648/j.ijber.20180701.12  

Abidin, Z. (2023). Analisis Kesulitan Guru SD Negeri Kecamatan Keruak dalam Menerapkan K13 
Materi Pembelajaran Matematika. Panthera : Jurnal Ilmiah Pendidikan Sains Dan Terapan, 3(3), 
137–143. https://doi.org/10.36312/panthera.v3i3.196  

Adhika, N. R., Salain, P. P. P., Puspitawati, N. M. D., Rismawan, P. A. E., Rihayana, I. G., & Arsha, 
I. M. R. M. (2022). Pengaruh Kreativitas terhadap hubungan Kepuasan Kerja dan Kinerja 
Karyawan pada Koperasi di Kecamatan Denpasar Utara. Widya Manajemen, 4(2), 101–110. 

Anggarwati, A., & Eliyana, A. (2015). The Influence of Creative Self-Efficacy towards Creativity 
with Job Satisfaction as Intervening Variable at PT. Smile Island Surabaya. International 
Journal of Economics and Business Administration, III(Issue 1), 90–99. 
https://doi.org/10.35808/ijeba/65  

Asbari, M., Purwanto, A., Fayzhall, M., Goestjahjanti, F. S., Winanti, W., Yuwono, T., Hutagalung, 
D., Basuki, S., Maesaroh, S., Mustofa, M., Chidir, G., & Yani, A. (2020). Peran kepemimpinan 
transformasional dan organisasi pembelajaran terhadap kapasitas inovasi sekolah. 
EduPsyCouns: Journal of Education, Psychology and Counseling, 122–145. 

Astuti. Tri Puji, Sitawati, R., & Tukijan, T. (2019). Pengaurh kreativitas dan perilaku inovatif 
terhadap kinerja karyawan dengan kepuasan kerja sebagai variabel mediasi . Jurnal Ekonomi 
Manajemen Dan Akuntansi, 47(1), 53–64. 

Atafik, A., Patimah, S., & Iftaturohiah, I. (2022). Lingkungan sekolah dan kepuasan kerja: 
pengaruhnya terhadap organizational citizenship behavior (OCB) guru. Prosisidng Seminar 
Nasional Ekonomi Dan Bisnis Ke-II, 137–142. 

Azzahra, S. A., Febriantina, S., & Wolor, C. W. (2024). Pengaruh Efikasi Diri dan Organisasi 
Pembelajar terhadap Perilaku Kerja Inovatif. Cendikia (Jurnal Pendidikan Dan Pembelajaran), 
2(2), 198–121. 

Bahri, S., & Nisa, Y. C. (2017). Pengaruh pengembangan karir dan motivasi kerja terhadap 
kepuasan kerja karyawan. Jurnal Ilmiah Manajemen & Bisnis, 18(1), 9–15. 

Baktiar, R. O., Ridlwan Muttaqin, & Dadan Abdul Aziz Mubarok. (2024). Pengaruh Disiplin 
Kerja, Lingkungan Kerja, dan Employee Engagement terhadap Kepuasan Kerja Pegawai 
pada Dinas Ketahanan Pangan dan Peternakan Provinsi Jawa Barat. JEMSI (Jurnal Ekonomi, 
Manajemen, Dan Akuntansi), 10(1), 589–598. https://doi.org/10.35870/jemsi.v10i1.2056  

Colquitt, J., LePine, J. A., & Wesson, M. J. (2018). Organizational behavior: improving performance and 
commitment in the workplace. McGraw-Hill Education. 

Darmawan, D. (2012). Inovasi Pendidikan, Pendekatan Praktik Teknologi Media dan Pembelajaran 
Online. PT Remaja Rosdakarya. 

Ghifar, R., Yusuf, A. E., Sumardi, S., & Wulandari, F. (2019). Peningkatan Kreativitas Guru 
Melalui Pengembangan Supervisi Kepala Sekolah dan Iklim Organisasi. Jurnal Manajemen 
Pendidikan, 7(2), 790–799. https://doi.org/10.33751/jmp.v7i2.1328  

Gibson, J. L., Ivancevich, J. hon M., Donnelly, J. H. J., & Konopaske, R. (2011). Organizations 
Behavior-Structure-Processes (J. Beck, Ed.). Mc Graw-Hill. 

Haq, S. (2023). Guru yang insporatif membangun budaya organisasi yang positif dan berprestasi. 
SKEMA (Jurnal Manajemen Pendidikan Islam), 1(2), 1–14. 

https://doi.org/10.11648/j.ijber.20180701.12
https://doi.org/10.36312/panthera.v3i3.196
https://doi.org/10.35808/ijeba/65
https://doi.org/10.35870/jemsi.v10i1.2056
https://doi.org/10.33751/jmp.v7i2.1328


 

122 
 

Harahap, D. S., & Khair, H. (2019). Pengaruh kepemimpinan dan kompensasi terhadap kepuasan 
kerja melalui motivasi kerja. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(1), 69–88. 
https://doi.org/10.30596/maneggio.v2i1.3404  

Haratua, C. S., Budiyanti, A., Setyowati, E., Novrianda, F., & Milawati, M. (2024). Pengaruh Tipe 
Kepemimpinan Kepala Sekolah dan Pemberian Stimulus Kerja terhadap Kinerja Guru pada 
Smk Wira Buana Bekasi. Attractive: Innovative Education Journal, 6(3), 112-121.  

Hardhienata, S., Maulana, S., & Suhardi, E. (2017). Analisis Sequential Explanatory Learning 
Organization Pada Guru Ditinjau Dari Komitmen Guru Terhadap Organisasi Dan 
Pemberdayaan. Jurnal Manajemen Pendidikan , 7(1), 1–10. 

Hasibuan, M. F., & Indrawijaya, S. (2023). Learning Organization Teory, Motivasi Kerja, 
Komitmen Organisaso, Dimoderasi Kapasitas Inovasi dan Kepuasan Terhadap Kinerja 
Pegawai Di Kejari Batang Hari . Jurnal Manajemen Terapan Dan Keuangan (Mankeu) , 12(1), 
194–208. 

Hidayat, R. K., & Tjahjono, H. K. (2023). How does Transformational Leadership Influence 
Creativity Through Job Satisfaction? JBTI : Jurnal Bisnis : Teori Dan Implementasi, 14(2), 401–
416. https://doi.org/10.18196/jbti.v14i2.19688  

Hou, Y., Gao, G., Wang, F., Ri, T., & Yu, Z. (2011). Organizational Commitment and Creativity. 
Annals of Economics and Finance, 12(2), 411–431. 

Hu, B., & Zhao, Y. (2016). Creative Self-efficacy Mediates the Relationship Between Knowledge 
Sharing and Employee Innovation. Social Behavior and Personality: An International Journal, 
44(5), 815–826. https://doi.org/10.2224/sbp.2016.44.5.815  

Imaduddin, M., & Astuti, A. P. (2022). Strengthening chemistry teachers' technological 
pedagogical content knowledge through the introduction of augmented reality and learning 
management systems. Bulletin of Community Engagement, 2(1), 21-31. 
https://doi.org/10.51278/bce.v2i1.299 

Ivancevich, J. M., & Konopaske, Robert. (2013). Human Resource Management. McGraw-Hill Irwin. 
Julianto, T. S., & Ratumanan, S. (2023). Pemanfaatan generatif ai dalam pembelajaran bahasa 

untuk siswa sd: pendekatan inovatif dalam meningkatkan kemampuan menulis. Bima 
Journal of Elementary Education, 1(2), 48–52. https://doi.org/10.37630/bijee.v1i2.1224  

Kadarsih, S. (2020). Kreativitas Guru dalam Mempersiapkan Media Pembelajaran di Masa 
Pandemi. Jurnal Pendidikan Guru, 1(2), 22–30. 
https://doi.org/10.47783/jurpendigu.v1i2.162  

Lesatari, I., & Zakiah, L. (2019). Kreativitas dalam Konteks Pembelajaran . Erzatama Karya Abadi. 
Lina, E. (2020). Efikasi diri (dalam meningkatkankemampuan mobilisasi pasien) (H. Rumahorpo, Ed.). 

Politeknik Kesehatan Kemenkes Bandung Redaksi. 
Lizardo, J., Samsudin, A., & Permadi, A. (2021). Inovasi: Konsep, Manajemen dan Strategi . Scopindo 

Media Pustaka. 
Mahmud, H., Isnanto, I., & Sugeha, J. (2022). Pengaruh Kreativitas Guru Terhadap Hasil Belajar 

Siswa Sekolah Dasar di Kota Gorontalo. AKSARA: Jurnal Ilmu Pendidikan Nonformal, 8(2), 
779–784. 

Mishra, U. S., Patnaik, S., & Mishra, B. B. (2016). Augmenting human potential at work: an 
investigation on the role of self-efficacy in workforce commitment and job satisfaction. 
Polish Journal of Management Studies, 13(1), 134–144. 
https://doi.org/10.17512/pjms.2016.13.1.13  

Narendra, G. (2017). Pengaruh efikasi diri terhadap kepuasan kerja dengan motivasi sebagai 
variabel intervening pada PDAM Surya Sembada Kota Surabaya. Jurnal Ilmu Manajemen , 
5(3), 1–8. 

Novebri, N. (2021). Kreativitas Guru Dalam Meningkatkan Kualitas Pembelajaran Di SMKN 2 
Pariaman. PRODU: Prokurasi Edukasi-Jurnal Manajemen Pendidikan Islam, 2(2), 147–157. 

Noviyanti, R. (2022). Peningkatkan Keinovatifan Guru melalui Penguatan Motivasi Berprestasi, 
Kerjasama Kelompok, dan Iklim Organisasi (D. Dasmo, Ed.). Media Nusa Creative. 

Nurhattati, N., Ripki, A. Jauhari. H., Yusuf, C. F., Aulia, R. N., & Rahmawati, D. (2022). Job 
satisfaction as a strategy for increasing teachers’ creativity in teaching. Cypriot Journal of 
Educational Sciences, 17(10), 3874–3882. https://doi.org/10.18844/cjes.v17i10.7506  

https://doi.org/10.30596/maneggio.v2i1.3404
https://doi.org/10.18196/jbti.v14i2.19688
https://doi.org/10.2224/sbp.2016.44.5.815
https://doi.org/10.37630/bijee.v1i2.1224
https://doi.org/10.47783/jurpendigu.v1i2.162
https://doi.org/10.17512/pjms.2016.13.1.13
https://doi.org/10.18844/cjes.v17i10.7506


 

123 
 

Pramono, E., Notosudjono, D., & Tukiran, M. (2022). Pengaruh kepemimpinan transformasional 
dan efikasi diri terhadap keinovatifan guru di Provinsi Banten. Jurnal Muara Ilmu Ekonomi 
Dan Bisnis, 6(2), 432–444. https://doi.org/10.24912/jmieb.v6i2.22098  

Prasnavidya, M., Rubini, B., & Sunaryo, W. (2020). Improving Commitment to Organizations 
Through Strengthening the Quality of Work Life, Teamwork, Andrlearning Organization. 
PalArch"s Journal of Archaeology of Egypt, 17(6), 11–20. 

Purba, A., & Bawie, P. P. (2022). Analisis Perbandingan Implementasi Learning Organization 
Pada Instansi Pemerintah (Studi Kasus Pada Kementerian Keuangan Dan Badan 
Kepegawaian Negara). Civil Service , 16(2), 16–31. 

Purnamasari, I. (2020). Hubungan Antara Efikasi Diri dengan Kecemasan. Psikoborneo: Jurnal 
Ilmiah Psikologi, 8(2), 238. https://doi.org/10.30872/psikoborneo.v8i2.4907  

Rofiati, R., Rofiq, A., & Ilmania. Dwita Ayu. (2015). Learning Organization dan Kepuasan Kerja 
Sebagai Variabel Intervening (Studi Pada Kantor Cabang BNI 46 Malang). JABM (Jurnal 
Akuntansi, Bisnis Dan Manajemen), 22(1), 19–34. 

Rohmat, D. (2021). Manajemen Inovasi Pendidikan Karakter Pada Masa Pandemi Covid-19. 
Jurnal Lingkar Mutu Pendidikan, 18(1), 41–52. https://doi.org/10.54124/jlmp.v18i1.16  

Sabariah, S., Hartono, H., Zairunah, Z., & Lian, L. (2024). Budaya Sekolah Dalam Mendorong 
Pembinaan Guru. Thawalib: Jurnal Kependidikan Islam, 5(1), 55–66. 
https://doi.org/10.54150/thawalib.v5i1.289  

Sagita, Y. D., & Setiorini, A. (2022). Pengaruh Kreativitas dan Inovasi terhadap Kepuasan Kerja 
Karyawan MNC Animasi. Jurnal Ekonomi Dan Industri, 23(2). 
https://doi.org/10.35137/jei.v23i2.729  

Setiono, B. A., & Sustiyatik, E. (2020). Manajemen Sumber Daya Manusia (Pendekatakan Teoritis dan 
Praktis). CV. Berkah Wisnu. 

Setyaningsih, S. (2021). Penguatasn Sumber Daya Manajemen Pendidikan Melalui Analisis Jalur (Path 
Analysis) dan Metode SITOREM. Alfabeda. 

Sobirin, S., Sunaryo, W., & Abdullah, T. (2021). Increased Commitment to the Organization 
through Strengthening Organizational Culture, Learning Organization and Personality. 
Budapest International Research and Critics Institute-Journal, 4(4), 12–20. 

Sriyanta, R. A., Notosudjono, D., & Rubini, B. (2019). The Innovative Improvement through 
Strengthening Quality of Work Life, Situational Leadership, and Self-Efficacy by Using 
Scientific Identification Theory of Operation Research in Education Management 
(SITOREM). International Journal of Managerial Studies and Research, 7(12), 32–39. 
https://doi.org/10.20431/2349-0349.0712005  

Sunardi, S., Sunaryo, W., & Laihad, G. H. (2019). Peningkatan Keinovatifan melalui 
Pengembangan Kepemimpinan Tranformasional dan Efikasi Diri . Jurnal Manajemen 
Pendidikan , 7(1), 740–747. 

Sunarta, S. (2019). Pentingnya kepuasan kerja. Jurnal Efisiensi – Kajian Ilmu Administrasi, XVI(2), 
63–75. 

Sutansi, Y. C., & Widayati, N. (2022). Pengaruh efikasi diri, motivasi kerja dan lingkungan kerja 
terhadap kepuasan kerja karyawan. Manajemen TSM, 2(2), 317–328. 

Syahrurrahmah, N., Mulyaningtiyas, R. D., & Askafi, E. (2022). Learning Organization, Budaya 
Organisasi, Sistem Pengukuran Kinerja Dan Pengaruhnya Terhadap Kinerja Bea Cukai. 
Otomoni, 23(1), 8–19. 

Tang, M., Hu, W., & Zhang, H. (2017). Creative Self-Efficacy From the Chinese Perspective: 
Review of Studies in Mainland China, Hong Kong, Taiwan, and Singapore. In The Creative 
Self (pp. 237–257). Elsevier. https://doi.org/10.1016/B978-0-12-809790-8.00013-3  

Tanjung, R., Arifudin, O., Sofyan, Y., & Hendar, H. (2020). Pengaruh penulaian diri dan efikasi 
diri terhadap kepuasan kerja serta implikasinya terhadap kinerja guru. JIMEA (Jurnal Ilmiah 
MEA Manajemen, Ekonomi Dan Akuntansi), 4(1), 380–391. 

Taylor, S. P. (2017). What Is Innovation? A Study of the Definitions, Academic Models and 
Applicability of Innovation to an Example of Social Housing in England. Open Journal of 
Social Sciences, 5(1), 128–146. 

https://doi.org/10.24912/jmieb.v6i2.22098
https://doi.org/10.30872/psikoborneo.v8i2.4907
https://doi.org/10.54124/jlmp.v18i1.16
https://doi.org/10.54150/thawalib.v5i1.289
https://doi.org/10.35137/jei.v23i2.729
https://doi.org/10.20431/2349-0349.0712005
https://doi.org/10.1016/B978-0-12-809790-8.00013-3


 

124 
 

Triayomi, R., Murwanto, P., & Kurniawati, A. F. (2024). Analisis Persepsi Guru Sekolah Dasar 
Mengenai Digitalisasi Dalam Proses Pembelajaran. Bulletin of Community Engagement, 4(3), 
735-743. https://doi.org/10.51278/bce.v4i3.1390 

Uçar, R. (2022). The Relationship Between Secondary School Teachers’ Creativity and Job 
Satisfaction. International Journal of Progressive Education, 18(4), 31–42. 
https://doi.org/10.29329/ijpe.2022.459.3  

Uniati, M. I. (2014). Learning Organization, Komitmen Pada Organisasi, Kepuasan Kerja, 
Efektivitas Penerapan Sistem Iso Dan Dampaknya Terhadap Kinerja Organisasi (Studi 
Kasus Staf Administrasi Uk Petra Surabaya). Jurnal Manajemen Pemasaran, 8(1), 27–38. 

Usmayadi, D., Hardhienata, S., & Hidayat, N. (2020). Peningkatan keinovatifan guru melalui 
penguatan kompetensi pedagogik dan learning organization. Jurnal Manajemen Pendidikan, 
08(2), 105–109. https://journal.unpak.ac.id/index.php/jmp 

Wei, J., Chen, Y., Zhang, Y., & Zhang, J. (2020). How Does Entrepreneurial Self-Efficacy Influence 
Innovation Behavior? Exploring the Mechanism of Job Satisfaction and Zhongyong 
Thinking. Frontiers in Psychology, 11. https://doi.org/10.3389/fpsyg.2020.00708  

Wulandari, R., Umar Al Faruq, A. H., Sari, Y. A., & Hidayat, R. E. (2024). Students Motivation 
toward the Use of Informatics Technology in Teaching English at MA Ma’arif Roudlotut 
Tholibin. Bulletin of Pedagogical Research, 4(2), 171-182. 
https://doi.org/10.51278/bpr.v4i2.1149 

Winardi, J. (2004). Manajemen Perilaku Organisasi (2nd ed.). Kencana Prenada Media Group. 
Yusrita, Y., & Sundari, W. (2019). Pengaruh kreativitas dan kepuasan kerja terhadap kinerja 

karyawan di sekretariat dewan perwakilan daerah Provinsi Sumatera Utara. JRMB (Jurnal 
Riset Manajemen & Bisnis), 4(2), 119–125. 

Yusuf, M. (2022). Inovasi Pendidikan Abad 21: Perspektif, Tantangan dan Praktik Terkini. Selat Media 
Patners. 

Zagoto, S. F. L. (2019). Efikasi Diri dalam Proses Pembelajaran. Jurnal Review Pendidikan Dan 
Pengajaran, 2(2), 386–391. https://doi.org/10.31004/jrpp.v2i2.667  

Zakaria, M. T., Muzdalifah, L., Novie, M., & Larassaty, A. L. (2022). Learning Organization Dan 
Culture Organization Pada Kinerja Karyawan. Kolaborasi Pendidikan Dan Dunia Industri , 32–
44. 

  

 
 

https://doi.org/10.29329/ijpe.2022.459.3
https://doi.org/10.3389/fpsyg.2020.00708
https://doi.org/10.31004/jrpp.v2i2.667

